employees with more incentives, thereby making their work more efficient.
Workplace diversity refers to the variety of differences between people in an organization such as their nationality, ethnicity, sex, gender, education, etc. (Greenberg, 2004) . Katherine Klein, however, points out that diversity cannot be reduced to mere demographic terms such as gender, race, and age. She emphasizes that it also involves various attitudes, skills, knowledge, and power, which often play a crucial role in the dynamics of a diversified team (Harrison, Klein, 2007) .
The management of organizational diversity aims to use the capacity and potential of a diversified work team. Generally, diversity may be described at individual, group, and organizational levels (Cox, 1993 ; see also Groeschke, 2011) .
Diversity, age, and gender management
Keil defines diversity management as an active, deliberate building of a strategic, value-oriented communication and management process orientated towards the future, consisting in the acceptance and use of certain differences and similarities as the organization's potential drivers. In an organization this process adds value (Keil et al., 2007, p. 7) . Diversity management can take on a number of forms, with the most frequent form in practice being gender and age management.
The challenge of age management is to find out how quickly a work team ages, what is its structure, and what are its future tasks and needs (Rašticová, Kolářová, 2013; Putnová, 2013) . This, then, entails the choice of strategies and tools by human resources departments to match the changing conditions of an ageing work team. Generational differences are taken into consideration as diversity issues that an organization must understand and accept and as a matter that needs to be attended to by the present and future managers (Arsenault, 2004, p. 124) . Over the last decade, there have been numerous studies done on older workers, while research on multi-generation working environment (generation X and generation Y) is still at an early stage. However, it is mainly long-term research of multigeneration teams and the mutual influence between generations that can shed light on whether generation patterns are the consequence of age, generation, or stage of life.
Gender management has been discussed for a number of years. The Commonwealth Secretariat (1999) defines gender management as a network of structures, mechanisms, and processes that are interleaved with the existing organizational system designed to implement, plan for, monitor, and evaluate the inclusion of gender issues in all aspects of work organization.
Latent mechanisms that often prevent handicapped groups in the workplace (in the Czech environment, these are mostly women and people aged 50+) from career advancement include the glass ceiling; multiple glass ceiling; glass cliff; mini-me syndrome, etc. (see Bartošová, 2008 de (2011) , women work in less than 10 % of senior management positions in German banking and financial services. Moreover, 92 % of women in this sector believe that career opportunities for women are inferior to those for men. Among the most frequent barriers that women striving for management positions have to face are the "gents' club" in top management, issues related to parental leave, child-care, and lower salaries.
Forty-nine percent of men see the career opportunities for women as worse. Almost half of the men (45 %) then agree that if women want to advance to management positions they must overcome more obstacles. More than three quarters (78 %) of men still believe that the number of women in senior positions will increase in 
Work life balance
These are the concrete options offered to achieve work life balance: part-time work, company kindergarten, flexible working hours, management of maternal and parental leave, work from home, shared jobs, compressed working week, leisure benefits (Králíková, 2010 ; see also Vohlídalová, 2007).
New directions and approaches emerge in career building according to Fischlová and Gazdová (2006) . Despite career building being slower and more difficult for women for the above reasons, the importance of career as a value of life and the ways a career is integrated into personal life change. After graduation or before it, women of older generations had already set up a family, and when the children grew up, started to build their careers. Younger generations of women begin with career building right after graduation delaying, or even completely abandoning, family and motherhood. A career has become an important priority in life for the modern young woman. While work-life balance is now much easier to reach, thanks to modern convenience and household appliances, it is often complicated by the attitudes of many employers who believe that balancing personal life with career is a problem employees or their families must deal with. (ibidem).
An interesting project is the initiative of Gender Studies (2010) to give the best employers and companies introducing equal opportunities and work life balance options a Company of the Year: Equal Opportunities award.
Research objective
Carrying on the research on the leadership of diversified teams in the workplace while focusing on the work-life balance of employees (see Rafnsdóttir, Heijstra, 2011 , Bosničová, 2010 , Králíková, 2010 and others.) and taking into account the specific situation of work teams in a globalizing Czech society, the research objective has been formulated as follows.
The research aims to analyse the work life balance options offered to female and male managers and senior executives in five sectors depending on their age and gender (see also Rašticová, 2012) . The sectors investigated include:
• financial and tax consulting and auditing, • information and communication technology,
The data were collected from December 2010 to April 2011. With the agreement of company representatives, e-questionnaires were sent to managers to be filled in and submitted.
The total number of questionnaires sent to managers was 232 from a total of 22 companies and organizations. Relatively high percentages (68.3) of the questionnaires were returned. The companies and organizations wished to stay anonymous, however, all of them have been located in the Czech Republic for a minimum of four years with employee numbers ranging between 70 and 800. The respondents were only required to enter data concerning the sector in which they worked.
Sample Description
A total of 148 respondents, 52 % men and 48 % women, were involved in the research. The age was less evenly distributed over the sample (see Fig 1) . The most frequent age group was that of 30 to 39 years (39.3%). The percentages of other age brackets were between 10 and 22.1. The research sample consisted mostly of childless respondents or respondents with children older than 20 years (64% of respondents). About one quarter (24.7%) said that their child/children were aged 8 years or younger. The length of employment of the respondents was mostly 1 to 5 years (38.5%), almost one quarter (23%) had worked with the present employer from 6 to 10 years. Thus, a major part of the research sample consisted of respondents employed by the present employer for 1 to 10 years (a total of 61.5%). Most of them said that they worked full time (77.3%) and about one fifth was working part time (22.7%). The data indicated that more than half of the respondents (56.1%) worked as managers or heads of small departments (with five or less persons), about one third (27.7%) were in the medium-manager positions (heading departments of five to thirty persons), the remaining respondents being managers in executive or strategic positions. In terms of the sectors in which the respondents work, the sample is distributed rather evenly. The bulk of the respondents work in finance and tax consulting with major consulting and auditing companies (26.4%), next in industrial plants (25%), in the ICT sector (18,9%), managers and senior executives in education formed 16.2% of the sample, and managers of health care facilities were represented by 13.5%.
Results
The sample data were analysed by the SPSS program using statistical methods including t -tests, χ 2 -tests, correlation analysis, and others. The research outcomes are discussed in detail at the end of the chapter. For the purposes of statistical analysis, the below demographic categories (except the sex and work sector) were re-coded as follows:
• the age structure category was divided into two subgroupsrespondents aged below 40 years (50.3%) and above 40 years (49.7%);
• the family status category was divided into two subgroupsrespondents living in a family or common household (64.9%) and other respondents (single, divorced, widows and widowers, etc. -35.1%);
• the number of children category was divided into two subgroupsrespondents with no children or with children aged 20+ (64%) and those with one or more children aged below 20 years (36%);
• the length of employment category was divided into three subgroupsrespondents having worked with the present employer for less than 5 years (42.6%), 6 to 10 years (23%), 11+ years (34.5%);
• the part-time percentage category was divided into two subgroupsrespondents working full time (77.3%) and those working part time (22.7%);
• the managerial position category was divided into two subgroupsrespondents working as managers or heads of small departments (with five or less persons -56.1%), respondents working as mid or top managers (in departments of five or more persons -43.9%).
Work life balance options that a company striving for competitiveness should offer
All the work life balance options were supported by more than a half of the respondents in the following order (see Fig  1) : part time work supported by 66.5%, flexible working hours by 64.7%, home office by 61.2%, and company kindergarten by 54.7% of the respondents. Next, by statistical methods, we determined the relationship between the work life balance options (see above) and all the demographic categories considered (sex, age, family status, number of children, length of employment, part-time percentage, position in management, and work sector). Listed below are the major relationships and those proved to be statistically significant. An analysis of the responses of men and women concerning their preferences unequivocally confirms that women prefer all four options offered more often than men (see Fig 2) . The differences between men and women are statistically significant in the cases of flexible working hours (χ 2 (df 1)=25.084, p=0.0001) and company kindergarten (χ 2 (df 1)=35.962, p=0.0001). Here, an overwhelming majority of women believe that it is the options of flexible working hours and company kindergarten that may help a company striving for competitiveness win and keep good employees. According to an analysis of the relationships between respondents with no children and those having a child or children depending on their sex, women with one or more children believe more (82.8%) than other respondents (men and childless women) that part-time work may improve the company's competitiveness by keeping good employees (see Fig 3) .
Journal of Electronic Banking
Source: author's own analysis N=148 The responses concerning the relationship between respondents with and without children depending on their sex indicate that, generally, women more than men believe that a company striving for competitiveness should offer a flexible working hours option. Although the differences between men and women are not statistically significant, the above trend is evident (Fig 4) .
Source: author's own analysis N=148 Figure 4 : Differences between the responses of four respondent groups (men and women with and without children) concerning the flexible working hours option
Next we focused on the relationship between childless men and women and those with a child or children and the preferences concerning a company kindergarten. The results indicate that it is again women more often than men who believe that a company striving for competitiveness should offer a company kindergarten (Fig 5) . While the differences between men and women were not statistically significant, the two women groups were different at a significance level of 0.01 (χ 2 (df 1)=6.751, p=0.009). Childless women significantly more often (90.5%) than women with children (65.5%) stress the importance of company kindergartens. Analysing the responses of men and women divided into five groups by work sectors concerning the home office option, we arrived at remarkable conclusions. Home office is preferred by more than half of the men and women working mostly in finance and tax consulting, information and communication technology, and education (see Fig 7) . Generally, women across the sectors more than men regard home office as an option significant for work life balance.
Given sex and professional sector of the respondents, the responses differed at a 1% level of significance (χ 2 (df 1)=30.671, p=0.001), with differences also confirmed between both women (χ 2 (df 4)=15,599, p=0,004) by work sector and men (χ 2 (df 4)=17,698, p=0,001) by work sector. According to an analysis of the relationships between the sex and work sector of the respondents and their preferences concerning part-time work, this option is mostly preferred by women in healthcare (90%), next women in education (85.7%), in finance and tax consulting (80%), more than half of the women working in ICT (60%) and industrial companies (59.1%). In our sample, there were more men (73.3%) than women (59.1%) believing that a company striving for competitiveness should offer this option (see Fig 8) . ______________________________________________________________________________________________________________ More women than men across all sectors would advise the management a company striving for competitiveness to offer a flexible working hours option (see Fig 9) . Also, concerning the company kindergarten option, there are more women than men in all sectors that believe that this option is important (see Fig 10) . The respondents' answers in women differed at a significance level of one percent (χ 2 (df 4)=13.813, p=0.008) while those in men differed at a significance level of one percent (χ 2 (df 4)=12.481, p=0.014). 
Source: author's own analysis N=148

Summary of results
All the work life balance options have been accepted by a majority of respondents in the following order: part-time work 66.5%, flexible working hours 64.7%, home office 61.2%, and company kindergarten 54.7%. An analysis of the responses concerning the preferences of men and women confirms unequivocally that women prefer all four options more often than men. Statistically significant are the differences in the case of flexible working hours and company kindergarten. Here, women believe much more that it is offering the flexible working hours and company kindergarten options that can help a company striving for competitiveness win and keep good employees. The results of analyzing the relationship between the respondents without and with children taking into consideration the respondents' sex indicate that women with one or more children more often than other respondent groups (men and childless women) believe that part time work may help the company keep its good employees to improve its competitiveness. The results of analyzing the relationship between the respondents without and with children depending on their sex indicate that women generally more often than men believe that a company striving for competitiveness should offer a flexible working hours option. Although the differences between men and women were not statistically significant, the above trend is apparent. Next, the relationship was analyzed in detail between the childless men and women and those with one or more children with respect to the preferences concerning company kindergartens. The results indicate that it is again women who generally more often than men believe that a company striving for competitiveness should offer a company kindergarten option. The differences between men and women were not statistically significant ______________________________________________________________________________________________________________ while those between the two women groups were at a significance level of one percent. Childless women significantly more often than those with children stress the significance of the company kindergarten option. The work sector, too, affects the respondents' preferences concerning the work life balance options. Respondents from finance and tax consulting, ICT, and education more often (in the following order) opt for home office, part-time work, and flexible working hours. Respondents from manufacturing companies and healthcare, on the other hand, regard home office as the least desirable option. Analysing the responses to the home office option of men and women divided into five groups by their work sectors, interesting findings have been arrived at. Home office is preferred by more than a half of the men and women working in the finance and tax consulting, ICT, and education sectors. Generally, it is women across all sectors more often than men who regard home office as an option significant for establishing work life balance. Depending on the respondents' sex and work sectors, their responses differed at a significance level of one percent with differences also confirmed between women depending on the work sector and men depending on the work sector. An analysis of the relationships between the respondents' sex and work sector and their preferences concerning the part-time work option has confirmed that this option is the most preferred by women working in healthcare, then women in education and finance and tax consulting, more than a half of the women working in ICT and manufacturing companies. The men in our sample working in industry more often than women said that a company striving for competitiveness should offer this option. Women across all sectors more than men think that a company striving for competitiveness should offer a flexible working hours option. The responses differed at a significance level of five percent. Also, concerning the company kindergarten option, it is women across all sectors more than men who put more emphasis on this option. In women, the responses differed at a significance level of one percent while those in men differed at a significance level of one percent as well.
Discussion and Conclusion
The work life balance options offered by an employer reflect a concrete situation and the practically implemented offers to employees in a sample of Czech Republic based companies and organisations. The results corroborated the rigidity of options offered by the employer to senior employees (male and female managers), except for the part-time work option offered to a majority of employees (83.8%), other work life balance options are only offered by a marginal part of companies and organizations (about one fifth of them offer home office and flexible working hours), none of the companies have their own kindergarten with only 11% percent offering babysitting in exceptional cases.
The results make it clear that, in the current situation, the Czech companies and organizations do not offer sufficient work life balance options. By doing this, the companies run a relatively high risk of losing employees who regard the rigid working conditions as inconvenient When investigating the work life balance options welcomed by the employees, it was found that a majority of employees would opt for all the options offered in the following order: part-time work (66.5%), flexible working hours (64.7%), home office (61.2%), and company kindergarten 54.7% of the respondents.
Next, differences were confirmed between the option preferences by men and those by women, with women more than men preferring all four options offered, statistically significant were then gender differences concerning flexible working hours and company kindergartens. Thus, despite the men perceiving the achievement of work life balance as more difficult than women as the research has confirmed, they would less than women prefer one of the options. This may be caused by social desirability and social expectation (male imperative), meaning that men are expected to have work and professional career appearing at the top of their value system (Rašticová, 2004; Rašticová, Hašková, 2002; Křížková, 2002 Křížková, , 2003 , and others). Part time work, home office, or flexible working hours could then suggest that, to a certain extent, a male manager fails to play the role expected of him by society -the role of a breadwinner. For women, on the other hand, with family and child care still being the top priorities, more work life balance options would bring the opportunity to succeed in both roles, that of a caretaker and that of a professional. In this light, it is quite understandable and predictable that it is women with small children who more than other groups (women without children, with grown up children, and men regardless of their children's age) prefer the work life balance options.
An analysis of the responses by the work sectors revealed that home office is preferred significantly more by ICT and consulting services employees than those of manufacturing companies and healthcare facilities. This result is in conformance with the job descriptions of the sectors. While ICT and consulting specialists can work at home with their main work tool being a computer and highrate access to the Internet, employees of industrial companies and healthcare facilities need a workplace to practice their professions.
When interpreting the results of this research, its limitations must be taken into consideration. The main limitation of the enquiry is the size of the sample, which is not representative and, as such, does not allow for generalizing the research results to the whole population of male and female managers, and senior executives in the Czech companies and organizations. To a certain degree, this limitation was removed by carefully analyzing the demographic data and categories describing the sample structure and indicating the trends in respondent subgroups (by sex, age, management position, employment duration, professional section, etc.). Further research in this area would then deserve more representative samples of male and female managers in Czech-based companies.
Another weakness that needs to be borne in mind when interpreting the research findings is the return rate of the questionnaires. Despite its being relatively high in the present research (63.8%), the data have only been collected from a certain part of the respondents. The reactions of the more than one-third of the male and female managers who have not returned their questionnaires can only be speculated on. There may be several reasons for their not doing so such as no time for entering the data, not being interested in the topic, not trusting enquiries in general, not wanting to give their opinions on a particular topic, the request to fill in and return a questionnaire not reaching them having been taken for spam, etc. Whichever the case may be, this is a heterogeneous group that might have affected the enquiry by their responses.
A limitation of the research may also be the method of e-questionnaire enquiry chosen, which, although having a number of advantages, brings some risks, too. Being a quantitative method, questionnaire enquiry results in findings simplified to a certain degree not enabling a more indepth analysis of the problem in its entirety. However, to achieve the research objectives of the research, an equestionnaire has been chosen because the work life balance issues have not yet been given a systematic research approach in the Czech Republic and questionnaires make it possible to collect large data samples quickly. For the subsequent research, a suitable combination of questionnaires and interviews would be desirable complemented by an analysis of company documents enabling a comprehensive analysis and understanding.
In addition to the above suggestions related to the limitations of the research, that is, a larger size of the sample of male and female managers in the Czech based companies and the application of further methods, further research should also include other work life balance options ______________________________________________________________________________________________________________ Above all, however, further research requires a multidisciplinary approach. In order to acquire a solid understanding of the entire topic and to devise applicable and efficient practical methods, in addition to cooperation with experts in personal management, also one with psychologists, economists, financial analysts, demographers, sociologists, and a number of others is needed, too. It is necessary to give a more detailed study to the relationship between the diversity of personal teams, tolerance to openness and uncertainty, creativity of employees and, next, between the performance of a company and the development of its region and society as a whole taking into account the specifics of the Czech culture and tradition.
